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Abstract
　　　　This　paper　de丘nes　con且ict　from　a　cross．cuitural　perspective，　typi丘es　events　that　produce
conflict，　speci丘es　conditions　for　the　rise　and　termination　of　conflict　and　distinguishes　between
cross－cultural　con且ict　and　culture．bound，　surface　manifestations　of　conflict．　It　then　reviews
the　mechanisms　for　managing　and　resolving　confiict．　Having　laid　the　above　foundation，
the　paper　then　proceeds　to　identify　the　manner　in　which　certain　values　of　the　Japanese
culture　related　to　communication　may　give　rise　to　conflict　in　a　cross－cultural　setting．
FinaUy，　the　paper．deals　with　the　values　of　the　Japanese　culture　toward　conHict　and　identi一
丘es　certain　features　of　Japanese　conflict　management　which　contrast　with　conflict　manage．
ment　strategies　strongly　recommended　for　the　culture　of　the　United　States，
　　　　Key　Words：Intercultural　Communication，　Cross，cultural　Communication，　Con且ict，
Con伍ct　Management，　Conflict　Resolution，　Values，　Communication　Variables，　Japan，　Con且ict
Reduction．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　要　　　　旨
　　本稿は，異文化間視点から葛藤を定義し，葛藤を生む事象の特微を示し，萬藤の発生と終了の条
件を明示し，異文化間葛藤と葛藤の文化拘束された外面的顕示との相違を明らかにする。次に本稿
は，葛藤を処理し，解消するための機構を概観する。上記の基本事項を設定した後に，コミュニケ
ーションに関係した日本文化の価値観が異文化間環境で葛藤を起こす様態を確認する。最後に本稿
は，葛藤に対する日本文化の価値観を扱い，アメリカ文化で強く勧められる葛藤処理方略と対照を
なす日本の葛藤処理の特微を確認する。
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　Introduction
　　　　Every　human　being　brings　to　every　interpersonal　and　group　encounter　a　set　of　values
and　principles　（Burgoon　and　Ruffner，1978　P，492）．　These　values　and　principles　not　only
determine　how　we　perceive，　interpret，　organize　and　utilize　the　messages　generated　in　those
encounters，　but　even　whether　or　not　we　perceive　those　Inessages．　These　values　and　princi－
ples　are　the　fundamental　decisions　that　the　individuals　of　each　culture　makes　about　the　self，
nature　and　society　and　the　interfaces　of　these　primordial　concepts：the　family，　human　nature
and　the　supematura1（Condon　and　Yousef，ヱ975　P．59）．　Values　affect　such　fundamental
commun玉cation　variables　as　the　granting　of　credibility　and　perceptions　related　to　power　and
homophily・heterophily．　Because　conflict　can　only　l）e　manifested　through　communication
behavior，　values　are　of　primary　importance　in　understanding　how　different　cultures　perceive
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and　manage　conflict．　Values　are　perhaps　the　most　fundamental　of　all　cultural　variables，　and
it　therefore　should　come　as　no　surprise　to　observe　that　when　individuals　or　groups　com．
municate　in　a　cross．cultural　or　intercultural　context　that　they　may　have　differing　perceptions
of　the　existence　or　absence　of　conflicts，　the　nature　of　such　conflicts　as　are　perceived　and　of
the　appropriate　strategies　for　managing　and　resolving　such　conflicts　as　arise．　This　paper
will　examille　the　manner　in　which　values　are　related　to　conflict　management　and　resolution
in　the　Japanese　culture．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　1｝efinitiOllS
　　　　Conflict　is　the　product　of　interaction　either　between　individuals　at　dyadic，　group　or
intergroup　levels　or　within　the　individal．　As　such，　conflict　must　be　de丘ned　with　reference
to　situation，　goals　and　means．　A　dictionary　may　define　conHict　as“sharp　disagreement，　as
of　ideas　or　interest；emotional　disturbance”（Webster’s　New　World　Dictionary，　p．132），　and
the　sociologist　may　view　the　purpose　of　con且ict　as‘‘to　gain　or　retaill　desired　values　which
are　usually　believed　to　be　in　scarce　supply．．．”（Himes，　p．14）．　Both　of　these　de丘nitions　are
goal　oriented　and　cover　both　the　intrapersonal　and　interpersonal　aspects　of　conflict，　but　a
fuller　definition　of　conflict　should　also　refer　to　both　the　nature　of　the　goal　or　source　of
the　conflict　and　to　acceptable　means　of　managing　or　resolving　the　conflict．
　　　　Burgoon　and　Ruffner　provide　a　taxonomy　of　conflicts　which　better　meet　these　criteria。
They　envision　six　types　of　conflict　that　may　occur　at　any　or　all　levels　of　interpersonal
interaction．1　Real　conflict　is　conHict　that　occurs　when　both　parties　perceive　a　zero．sum
situation，　ie．　a　situation　in　which　goals　or　behaviors　are　incompatible　to　the　extent　that
success　for　one　party　to　the　interaction　must　result　ill　failure　for　the　other　interactant．
This　is　the　classic　de丘nition　of　social　conHict．　Arti負cial　con丑ict　resembles　real　con伍ct　but
is　a　function　of　perception．　For　one　or　both　of　the　parties　involved　the　conHict　may　be
perceived　as　a　zero－sum　situation，　but　in　fact　it　is　not　and　thus　goal　attainment　need　not
result量n　frustration　for　one　party．　Induced　conflict　refers　to　conflict　created　for　some
ulterior　motive　such　as　the　preservation　in　power　of　a　particular　political　party　or　the
iso玉ation　of　one　culture　from　another．
　　　　Turning　to　the　means　by　which　we　may　manage　or　resolve　a　conHict，　Burgoon　and
Ruffner　identify　conHict　as　being　violent　or　nonviolent　depending　on　whether　force　or
rhetoric　is　used．　When　a　neutral　third　party　Inediates　or　arbitrates　the　conflict　it　is　charac・
terized　as　a　mediated　conHict．　Finally，　con且icts　may　be　identi丘ed　as　conHicts　of　principles
or　pragmatics　depending　on　whether　the　central　issues　revolve　around　moral　or　ethical
concerns　or　the　pragmatics　of　implementing　certain　policies．
　　　　If　the　various　levels　of　interpersonal　communication　are　conceived　of　as　systems，　then
confiict　may　be　viewed　as　a　process　by　which　the　equilibrium　of　the　system　is　disturbed．
Conflict　resolution　then　may　be　defined．as　a　steady　state　condition　where　equilibrium　has
been　restored．　Note　that　there　is　no　presumption　of　identity　or　difference　between　the　pre．
conflict　and　post・confl五ct　states．
　　　　Con且ict　management　refers　to　those　strategies，　primarily　communicative　and　culturally
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determined，　by　which　a　con且ict　is　perceived，　interpreted　and　acted　upon　to　achieve　a　reso・
lution．　The　result　of　these　processes　may　be　viewed　positively，　negatively　or　qr　neutrally
by　the　interactants　in　terms　of　the　prevailing　values　of　their　culture　and　individual
personalities．　Note　that　confiict　management　refers　to　a　process　and　con且ict　resolution
refers　to　a　state．．
　　　　Finally，　values　are　as　Barnlund　observes，
　　　　　　　　　　　　　　The　particular　set　of　meanings　involving　evaluation，三nvested　with　more　than
　　　　　　　　　　ordinary　emotional　signi丘cance，　that　members　of　a　particular　culture　share．　They
　　　　　　　　　　are，　in　a　sense，　the　most　meaningful　of　our　meanings．　They　provide　the皿otive
　　　　　　　　　　for　thought　and　action．；they　surround　and　make　intelligible　every　communicative
　　　　　　　　　　act．（P．10）
Types　of　Eve皿ts　that　Provoke　Conflict
　　　　Conflict　arises　out　of　risks　and　as　Barnlund　points　out，
　　　　　　　　　　　　　　Communication　between　any　two　persons　involves　a　certain　risk，　for　exposure
　　　　　　　　　　to　new　meanings　can　vitalize　or　undermine　existing　values　and　behavior　patterns．
　　　　　　　　　　When　such　encounters　take　place　within　a　culture　there　is　some　protection　in　the
　　　　　　　　　　fact　that　communicants　employ　symbols　with　some　consistency，　but　more　im・
　　　　　　　　　　portantly　that　they　share　a　system　of　rules　governing　such　encounters．　When
　　　　　　　　　　these　encounters　involve　persons　of　different　cultures　this　protection　is　largely
　　　　　　　　　　lacking；communicants　interact　not　only　in　an　unfamiliar　medium，　but　each
　　　　　　　　　　brings　to　the　situation　a　divergent　set　of　contextual　rules．　The　magnitude　of
　　　　　　　　　　risk，　the　possibility　of　harmful　interaction，　is　therefore　multiplied．　In　cross・
　　　　　　　　　　cultural　communications　psychic　and　social　injury　may　result　from　the　highest
　　　　　　　　　　motives；demoralizing　consequences　often　accompany　the　most　laudable　intentions．
　　　　　　　　　　（P，9）
　　　　As　alluded　to　by　Barnlund，　con且ict　arises　at　the　deepest　levels　with　those　values　by
means　of　which　we　construct　our　concepts　of　the　self，　others　and　the　world．　Is　the　self，
　　　　　　　　　　　　　　ぞfor　example，　perceived　of　as　a　solitary　unit　with　the　power　to　more　or　less　select　its
associations　with　other　human　beings　P　Or　is　it，　as　is　perhaps　the　case　in　Japan，　impossible
to　conceive　of　the　self　except　in　a　milieu　of　interpersonal　relations　ordered　hierarchically
in　terms　of　length　of　associatioh　and　horizontally　in　intensity　of　reciprocal　obligations．　Are
other　human　beings　naturally　good，　naturally　evil　or　capable　of　balancing　between　the　two　P
Is　the　human　race　master　of　its　fate，　or　are　there　some　areas　of　knowledge士hat　will　be
forever　inaccessible　P　The　Japanese　culture丘nds　hierarchy　to　be　the　natural　order　of　human
relations　and丘nds　equality　uncomfortable　while　the　American　finds　it　di缶cult　to　take　such
beliefs　seriously　and　views　such　a　social　structure　as　stiflillg．　Generally　speaking，　cross．
cultural　encounters　by　their　very　nature　will　always　lead　to　an　impact　on　one’s　self．image
or　self－concept．　Because，　as　Burgoon　and　Ruffner　（p．496）　point　out　this　always　has　a
potentially　serious　consequence，　we　can　expect　that　practically　all　cross・cultural　encounters
giVe　riSe　tO　COnfliCt．
一　3　一
100
　　　　At　a　more　intermediate　level　con且ict　arises　out　the　decisions　that　cultures　make　with
regard　to　the　system　of　rules　that　cultures　use　to　govern　the　communication　process．
Certain　concepts　such　as　the　receiver’s　decisions　regarding　the　credibility　of　the　source　may
well　be　universals　of　human　communication　systems，　but　the　criteria　by　which　these
decisions　are　made　and　the　manner　in　which　they　are　valued　are　not．　As　reported　in
Bowers’research　on　communication　conflict　in　the丘lming　of　the　movie　Shogun　in　Japan
（1985）and　in　other　empirical　studies．（Minami）and（Nakanishi）as　well　as　in　other　studies
・（eg．　Owen），the　Japanese　prefer　to　give　the　character　variable　a　greater　weight　than　compe－
tence　in　granting　credibility．　The　criteria　for　and　values　placed　on　such　important　variables
as　power　and　optimum　heterophily　are　also　highly　variable　in　the　cross．cultural　context　and
aIikely　source　of　conflict．
　　　　Con且ict　may　also　arise　out　of　the　strategies　employed　to　manage　and　resolve　conflict．
Burgoon　and　Ruffner　referred　to　mediated　conHict　in　their　taxonomy，　but　dealt　with　it　as
l〕eing　performed　primarily　by　specialists　such　as　lawyers　or　psychological　counsellors（the
predominant　American　orientation）．　In　the　Japanese　culture　mediation　is　almost　universal
not　only　in　dealing　with　con且ict，　but　even　in　non－competitive　interactions．　Moreover，　it　is
seldom　carried　out　by　professionals．　Leveling，　or　self－disclosure，　is　a　valued　American
practice　in　the　management　of　conflict　but　as　reported　in　certain　studies（Owen，　Bowers，
Nakanishi）the　Japanese　do　not　view　self．disclosing　behavior　in　the　same　way　or　as　posi－
tively．　Self．disclosure　may，　in　fact，　be　viewed　as　creating　a　debt　with　which　the　recipient
may　not　wish　to　be　burdened．
　　　　The　conditions　cited　above　are　those　in　which　values　are　involved　and　thus　often　the
most　di伍cult　under　which　to　perceive　conflict　or　assess　it　correctly，　Conflict　may　also
arise　for　reasons　that　are　easier　to　see．　There　are　cultures　that　do　not，　as　Barnlund　points
out，‘‘agree　upon　the　desiral〕ility　of　exposing　their　values　to　the　scrutiny　of，　or　commerce
with，　alien　moralities．”（p．11）　Conflict　may　arise　because　of　competition　for　scarce
resources　such　as　the　minds　of　human　beings　and　the　money　in　their　pockets　or　labor　of
their　bodies．　Indeed，　in　the　words　of　Burgoon　and　Ruffer，‘‘Our丘rst　assumption　is　that
individuals　in　society　are　not　naturally　in　a　state　of　harmony，　and　therefore，　conflict　is　a
natural　and　inevitable　occurrence　of　the　human　condition．”（p．495）Many　of　us　might
agree　with　them，　but　even　this　assumption　may　give　rise　to　conflict．　The　Japanese　often
refer　to　their　country　as“the　land　of　Wa”and　use　the　Chinese　character　for　harmony　in
this　regard．　For　them　the　state　of　harmony　is　the　most　valued　goal　of　the　society　and
con且ict　is且either　an　inevitable　nor　natural　consequence　of　the　human　condition．
Cross・cultural　vs．　Culture　Bound　Manifestations　of　Conflict
　　　　The　popular　literature　on　intercultural　and　cross．cultural　encounters　abounds　with
anecdotes　which　aptly　ilhlstrate　the　differences　between　cross．cultural　conHicts　and　culture．
bound　manifestations　of　conflict．　One　illustration　from　my　personal　experience　may　serve
to　make　this　distinction。　A　few　years　ago　at　an　i且ternational　conference　in　Guanl　several
colleagues　and　I　were　having　an　impromptu　party　at　the　chalet　where　my　wife　and　I　were
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staying．　We　ran　out　of　beer，　and　my　wife，　who　is　Japanese，　called　the　hotel　room　service
and　ordered　more．　She　clearly　specified　that，　the　beer　was　to　be　brought‘‘right　away．”
Three　hours　later，　after　our　friends　had　departed，　a　case　of　beer　arrived．　My　wife　began
to　berate　the　young　man　who　had　made　the　delivery．　Several　times　she　reiterated　the
concept　of‘‘right　away．”The　young　man　defended　himself　by　insisting　that　he　had，　indeed，
delivered　the　beer“right　away．”When　the　young　man　departed，　my　wife　attributed　the
whole　affair　to　his　laziness　and　weakness　of　character　in　refusing　to　accept　responsibility
for　the　incident．　That　was　a　surface　manifestation　of　the　conflict．
　　　　Of　course，　the　true　conflicts　Iay　mu6h　deeper。　First，　there　are　very　real　differences　in
the　way　in　which　cultures　view　time，　as　researchers　like　Hall　and　Bruneau　have　pointed
out．　Secondly，　there　is，　as　was　aliuded　to　earlier　ill　the　quotation　from　Barnlund，　a　divergent
set　of　contextual　rules　which　were　being　applied　in　this　encounter，　Although　the　Japanese
concepts　of　time　differ　from　those　of　North　Americans　in　important　ways，　they　are　relatively
close　in　terms　of　de丘ning　and　valuing　promptness　and　far　removed　from　those　of　the
Chomoro　people　of　Guam，　In　Japan　when　conflicts　arise　between　a　customer　and　the
purveyor　of　a　service，　the　customer　is　literally“always　right．”　（The　Japanese　expression　is，
in　fact，　the　customer　is　god）．　At　any　rate，　in　a　conflict　of　this　type　the　expected　response
is　that　the　individual　providing　the　service　will　not　engage　in　active　defence　as　that　would
only　serve　to　intensify　the　con且ict。　The　perception　of　the　young　man　as　Iazy　and　surly
was　probably　unjustified　and　an　assertioロof‘‘different　cultures－different　customs”would
equally　fail　to　see　that　the　source　of　conflict　most　likely　derived　from　deep　cultural　values
related　to　time　and　social　obligations．　In　other　words，　had　the　conflict　arisen　l〕ecause　the
young　man　in　question　was　truly　Iazy　and　surly，　we　could　Iabel　it　as　a　culture．bound　surface
manifestation　of　con且ict．　On　the　other　hand，　if　the　conflict　arose　because　the　interactants
were　valuing　t玉me　and　interpersonal　relations　differently　because　of　culturally　imposed
behavioral　systems，　then　we　would　label　the　con伍ct　as　one　that　was　primarily　cross・cultural
m　nature．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　Functions　of　Conflict
　　　　ConHict　is　generally　valued　negatively　in　the　American　and　Japanese　cultures．　In　the
American　culture　commullicatlon　behavior　under　conflict　conditions　is　described　as　becoming
polarized，　defensive，　restrictive　and　highly　controlled．　People　are　said　to　become　less　com－
municative　because　of　real　or　imagined　differences。　The　conflict　may　also　intensify　real　or
imagined　di鉦erences　alld　impede　the　e伍ciency　of　interactions　among　individuals　or　groups．
ConHict　may　have　a　damaging　e任ect　on　the　self．concept　and　it　may　breed　distrust　and
　　　　コ　　　　susplclon・
　　　　On　the　other　hand，　conHict　may，　as　Coser（1956）points　out，　be　bene丘ciaL　For　example，
conHict　often　Ieads　to　the　formation　of　associations　and　coalitions　among　individuals　and
groups　who　otherwise　might　have　no　reason　to　get　together　Conflict　may　also　prompt
necessary　social　change，　though　the　judgement　as　to　what　is　necessary　is　a　question　of
ethics．　And，　to　the　extent　that　conHict　is　tolerated，　it　may　serve　as　an　indicator　of　the　value
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of　a　relationship．　Con伍ct　may　also　serve　to　evaluate　existing　and　operable　systems　and
promulgate　advances　in　scienti丘c　and　technological　development．　ConHict　can　be　a　catalyst
for　individual　and　group　improvement　and，丘nally，　conflict　can　be　enjoyable．
　　　　In　cross－cultural　settings　all　of　these　functions　may　also　apply，　but　some　will　occur
more　frequently　than　others．　Certainly，　conflict　between　cultures　has　resulted　in　what　many
wQuld　view　as　social　changes，　improvements　and　advances　in　scientific　and　technological
development．　However，　not　all　cultures　are　in　agreement　on　the　positive　value　of　these
functions．　There　are　cultures　that　view　change　negatively　and　others　for　whom　scienti丘c
and　technological　development　has　meant　the　sacri丘ce　of　other　traditional　and　cherished
values．　There　are　cultures　where　conflict　is　enjoyable，　but　others　that　abhor　the　very　concept．
Perhaps，　the　majority　of　the　world’s　cultures　see　no　benefit　in　conHict　as　an　evaluation　of
existing　and　operable　systems．　But，　in　the　case　of　the　technologically　and　commercially
oriented　nations　of　the　industrialized　democracies　con伍ct　may　well　serve　to　demonstrate
the　value　that　they　place　on　their　interdependence，　politically　a且d　economically．
　　　　At　any　rate，　we　should　observe　that　conflict　is　almost　certainly　a　natural　consequence
of　cross．cultural　and　intercultural　encounters．　Such　conHict　may　or　may　not　be　negatively
valued　by　the　participants　to　the　encounter．　In　fact，　an　extemal　observer　may丘nd　it　unwise
to　label　the　confiict　either　positively　or　negatively．　Moreover，　such　conHicts　as　arise　are
just　as　likely　to　be　aggravated　by　continuing　and　effective　communication　as　they　are　likely
to　mitigate　it．　In　short，　such　conflict　may　not　be　bad　and　more　communication　may　not
result　in　reducing　the　conflict．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　Japanese　Val皿e　Orientations
　　　　Over　the　past　several　years　Bowers　has　conducted　several　studies　of　Japanese　value
orientations　including　a　case　study　of　the　conflicts　arising　in　the　course　of　communication
among　the　American　and　Japanese丘lm　teams　who　made　the　movie　Sho8・un　in　Japan．　On
the　basis　of　these　studies　let　us　brie且y　review　those　Japanese　value　orientations　that　I
believe　most　frequently　affect　communication　in　cross－cultural　encounters　to　which　the
Japanese　are　a　party，
Self　Concept　Values
　　　　Among　values　which　a鉦ect　the　self．concept，　there　is　an　important　distinction　to　be　made
between　cultures　which　value　individualism，　individuality　and　interdependence（Condon　and
Yousef　1975）．　The　American　culture　is　said　to　value　individualism．　This　is　an　orientation
in　which　when　group　values　and　individual　values　are　in　conflict，　the　conHict　is　resolved　in
favor　of　the　hdividual．　The　opposite　case　is　interdependence　where　such　a　conflict　would
be　resolved　in　favor　of　the　group．　The　Japanese　culture　is　often　cited　as　an　example　of　the
latter　OrientatiOn．
　　　　However，　there　may　be　greater　descriptive　insight　to　be　gained　by　defining　interde．
pendence　more　precisely　and　postulating，　as　Condon　and　Yousef　do，　a　third　orientation－
individuality．　In　the　interdependent　culture　not　only　are　group　vs．　individual　conflicts
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resolved　in　favor　of　the　group，　they　are　not　even　likely　to　arise．　Members　of　a　truly
interdependent　culture　are　said　to　have　a　very　limited　concept　of　self　and　to　see　themselves
as　merely　organic　extensions　of　the　group，　much　as　the　limbs　and　organs　of　the　body　are
extensions　of　that　body　with　no　collcept　of　independe且ce．　A　culture　which　hold　an　indi－
viduality　orientation，　however，　is　one　in　which　its　members　express　their　individuality　within
the　context　of　a　group　and　express　thelr
rivals　groups．　Yet，　within　the　group
encouraged　as　a　means◎f　maintaining　a
who　has　ever　experienced　membership
expressions　of　individual　will　and
more　reasonable　to　attribute　this　’
one　of　interdependence．　The
U．S．　adapt　to　expressions　of　American
orientation．　Conversely，　the　uni
would　suggest　that　empirical　studies
carefully　to　avoid　con
　　　　Other　value　orientations　toward　th
are　also　likely
The　Japanese　colltinue　to　value　old　age
in　most　decision－making　situations．
W
Japanese　business　people　would，　for
credibility　to　a　woman　or　an　indivi
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　conflicts　O
　　　　　　　　　　　　　　　　　　　　　　 　　　 　　　　o lenta lon
　　　　　　　　　　　　　　　　　　　　　　　　　　　　readiness　with
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　ind
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　丘ed　front　wh
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　of　this　orientation　would　h
　　　　　　　　　　　　　　 　　　　　founding　it　with　either　the　interdependent　or　individuaHsm　orielltations．
　 　　　　　　　 　　　　　　 　　　　　　　　　　　　　　　　　eself　such　as　those　toward　age　and　sex　of　the　source
　　　 　　　　　 　　　　　to　affect　encounters　between　Japanese　and　representatives　Gf　other　cultures．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　in　their　leaders　and　male　superiority　is　still　valued
　　 　　　　　 　　　　　　　　　　　　　　　　　　　　　　　　　Both　of　these　orientations　may　generate　some　conflict
hen　communigating　with　representatives　of　a　culture　like　that　of　the　United　States．　Most
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　example，　still　require　a　great　mental　effort　to　grant
　　　　　　　　　　　　　 　　　 　 　　　　　　　　　　 　　dual　younger　than　themselves　in　a　busilless　venture　that
required　negotiations　with　such　representatives　of　a　potential　partner．
　　　　The　value　orientation　toward　activity　held　by　the　Japanese　also　varies　somewhat　with
traditional　analyses　of　this　sort．　The　three　orientations　offered　by　Condon　and　Yousef　are
doing，　being．in－becoming　and　being．　Americans　are　said　to　value　the　doing　orientation．
This　is　an　orlentation　which　is　task　and　goal　orientated．　An　activity　is　valued　to　the　extent
that　it　moves　one　closer　to　its　goal．　Inactivity　is　negatively　valued．　A皿ericans　are
uncomfortable　with　llothing　to　do，　In　Bowers’study　of　the　making　of　Shogun，　the　director，
Jerry　London，　was　very　pエoud　of　his　ability　to　plan　his　shooting　schedule　so　flexibly　that
no　time　need　be　lost　regardless　of　the　complications　and　emergencies　that　arose．　This　is　an
extreme　example　of　the　doing　orientation　and　is　complemented　by　the　American　positive
evaluation　of　people　who　do　things　welL　How　well　one　does　an　activity　is　often　more
important　than　one’s　character．
　　　　The　being　orielltation　represents　the　polar　opposite；aculture　whose　members　are
content　with　little　or　no　change，　In　such　a　culture　peoPle　are　born　into　a　particular
station　and　function　in　life　and　do　not　conceive　of　any　alternatives．　The　Japanese　have　in
the　past　been　described　as　holding　this　orientation，　but　neither　this　orientation　nor　the　doing
orientation　really　seem　consistent　with　modern　Japanese　culture・
　　　　It　is　most　likely　that　the　Japanese　value　a　being・il1・becoming　orientation　toward　activity．
solida ity with　the　group　to　outside　lndividuals　and
conflict　not　only　exists　and　is　tolerated，　it　is　even
vigorous　and　healthy　group　entity．　To　anyone
in　a　Japanese　group　or　observed　the　very　intense
　　　 　finterest　that　often　occur　it　would　seem　far
’　　of　individuality　to　the　Japanese　culture　than
　 　 which　many　young　Japanese　sojourners　in　the
　 ividualism　may　also　serve　as　an　indicator　of　this
　　 ich　this　orientation　requires　toward　outsiders
　　　 　　　　 　　　　　　　　　　 　　ave　to　be　conducted　very
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This　is　an　orientation　found　a皿ong　certain　American　and　European　sub－cultures　such　as
artists．　It　is　characterized　by　a　goal　orientation　however，　the　goal　is　not　speci丘cally　task　oriented
but　rather　a　superordinate　goal　of　the　society　and　common　to　a　great　nlany　activities
Being。in－becoming　is　the　orientation　of　Jonathan　Livingston　Seagull　or　the　Franciscan　friar
who　by　means　of　the　activity　being　pursued　strives　for　a　deeper　understanding　of　the　self
apd　greater　ful丘lment　as　an　individual．　This　is　the　orientation　of　the　artist　who　feels　that
she　becomes　a　more　complete　human　being　by　performing　her　art　to　the　best　of　her　ability．
Because　the　being－in．becomillg　orientation　has　surface　manifestat量ons　of　both　being　and
doing，　it　can　result　in　conflicts　when　either　Japanese　or　members　of　other　cultures　incor－
rectly　attribute　one　or　the　other　orientation　to　representatives　of　the　Japanese　culture．
Social　Values
　　　　Among　value　orientations　related　to　perceptions　of　societies，　Japanese　values　toward
group　membership，　intermediaries，　formality，　property，　and　social　reciprocity　are　relevant　to
cross・cultural　communication．　First，　of　course，　the　Japanese　value　membership　in　relatively
、few　groups　with　prolonged　identification　with　the　groups　and　subordination　of　the　i且dividual
to　the　group　in　cases　of　intergroup　conflict　or　competition．　These　descript三〇ns，　hower，皿ust
be　interpreted　in　terms　relevant　to　the　Japanese　culture．　Subordination　of　the　individual
to　the　group　need　not　and　usually　does　not　mean　a　loss　of　individual　identity．　For　one
thing，　the　individua1丘nds　his／her　most　satisfactory　expression　through　group　a缶liation
and　toward　the　members　of　the　group．　Secondly，　subordination　to　the　group　means　that
the　individual丘nds　pursuit　of　the　superordillate　goals　shared　by　all　members　of　the　groups
more　satisfying　than　the　pursuit　of　goals　held　by　her／him　alone．
　　　　Prolonged　identi丘cation　means　that　the　Japanese　view　membership　in　all　groups　as
potentially　permanent　and　expect　that　most　groups　that　are　formed　will　realize　this　potentiaL
An　individual　who　belongs　to　several　groups　will　find　that　these　groups　are　hierarchically
ranked　and　behave　accordingly　should　conflicts　arise　among　obligations　to　th6se　various
groups．　Fulfilling　obligations　to　a　group　higher　in　the　hierarchical　chain　does　not　release
one　from　ful丘11ing　obligations　to　those　Iower　in　the　chain，　nor　is　entry　to　or　exit　from　a
group　a　voluntary　decision　of　the　illdividual．　In　the　latter　case　mobility　in　both　directions
is　a　delicate，　lengthy，　serious　and　mutual　process．　Even　task　and　fortuitous　social　groups
are　considered　to　be　potentially　permanent　and　require　delicate　and　pervasive　assesslnent　of
the　interpersonal　network　before　engaging　in　the　accomplishment　of　the　goals　for　which
they　are　formed．
　　　　The　Japanese　value　toward　property　is　essentially　private　in　orientation　as　is　to　be
expected　of　merchants　and　l）usiness　people，　however，　it　may　still　give　rise　to　con且icts　in
encounters　with　cultures　where　utilitarian　or　communal　values　toward　property　are　the
norm．　The　Japallese　are　very　fond　of　personal　items　such　as　fountain　pens　which　are
attributed　a　utilitarian　value　in　many　South．east　Asian　and　African　cultures．　More　than
one　tempest　in　a　teacup　has　arisen　when　a　Japanese　accused　an　individual　who　was　merely
dsing　a　pen，　the　way　we　drink　water　at　a　public　water　fountain，　of　stealing　a　treasured
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belonging．
　　　　Social　reciprocity　refers　to　values　toward　the　mutuality　of　social　relationships．　In　the
dominant　American　culture　the　belief　is　that　individuals　voluntarily　form　and　break　sociaI
ties．　We　join　clubs　and　quit　companies　according　to　the　dictates　of　our　consciences　and
personalities．　Even　the　strongest　of　contractual　ties　can　be　challenged　in　courts　and　none
of　our　social　institutions，　including　marriage　and　parenthood，　is　characterized　by　obligatory
and　unbreakable　bonds．　This三s　said　to　be　an　orientation　of　independence．
　　　　In　contrast，　most　of　the　world’s　cuitures　view　social　interactions　as　obligatory　and
permanent　and　do　not　see　them　as　being　subject　to　the　whims　of　the　individual．　However，
there　is　variation　in　the　direction　and　form　of　such　obligatory　ties，　and　this　gives　rise　to
two　general　orientations：symmetrical　and　complementary．　The　symmetrical．obligatory
relationship　is　illustrated　in　gift　giving　or　leasing　a　house．　If　I　give　you　a　gift　and　you
feel　that　you　must　give　me　one　of　equal　value　in　return，　then　a　symmetrical　obligatory
relationship　exists　between　us．　If　I　pay　re且t　to　you　for　a　room　and　I　expect　to　receive
equal　value　for　my　money，　then　again　a　symmetrical　obligatory　relationship　exists．
　　　　The　complementary　obligatory　relationship　is　illustrated　by　the　relationship　between　a
child　and　its　parents．　Parents　may　give　birth　to　and　raise　a　child，　but　a　child　cannot　give
birth　to　and　raise　its　parents．　Likewise，　the　relationship　is　completely　obligatory．　Parents
do　not　choose　their　children　and　children　do　not　choose　their　parents．　The　obligations
that　parents　have　toward　chiidren　have　one　form，　but　those　that　the　child　has　toward　its
parents　must　be　of　another　form，　even　though　reciprocal　and　obligatory．　The　Japanese
consider　social　relationships　of　this　type　to　be　the　norm　for　their　society．　It　is　reflected
even　in　the　language　where　terms　like　sempαi　and　kohai（roughly　senior　members　of　a
relationship）　and　sensei（teacher）　and　deshi（apPrentice　or　disciple）　abound．
　　　　Finaliy，　the　Japanese　in　common　with　most　cultures　in　the　world　view　formality　as　the
oil　that　lubricates　interpersonal　relations　and　the　glue　that　holds　society　togetheL　Formality
is　not　mere　blind　obedience　to　tradition，　but　is　the　all　pervasive　form　of　interpersonal
interactions　by　Which　an　individual　demonstrates　trustworthiness　and　gains　credibility．　It　is
not　selective　as　in　most　European　and、　Latin　American　cultures　and　is　a　far　cry　from　the
vaunted　informality　of　the　U．　S．　Appropriate　formalism　in　the　Japanese　culture　is　one　of
the　primary　means　by　which　a　source　can　manipulate　the　credibility　variable　and　insure　that
two　comfnuhicants　are　ope士ating　within　the　same　set　of　rules　governing　a　particular
encounter．
　　　　In　encounters　betweell　Japanese　and　Amelicans　we　can　expect　that　the　differing　values
outlined　above　will　have　a　signi丘cant　impact　on　the　quality　of　communication，　particularly
as　it　affects　perceptions，　interpretations　and　credibility．　Although　American　participants　wilI
recognize　that　Japanese　functio且in　groups，　they　are　likely　to　interpret　the　expression‘‘group”
in　terms　relevant　to　American　culture．　For　example，　they　may　attribute　greater　mobility
and　voluntariness　to　the　group　behavior　of　Japanese．　They　may　assume　that　Japanese　group
leaders　can　strongly　influence　subordinates．　（The　latter　is　not　necessarily　the　case　when
group　goals　as　a　whole　are　involved）．　They　may　assume　that　Japanese　task　group　compo－
sition　is　based　on　criteria　of　competence　rather　than　interpersonal　criteria，　They　may　fail
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to　see　that　vlewing　all　groups　as　permanent　or　potentially　permanent　associations　will
logically　demand　that　the　Japanese　participants　in　the　encounter　appエoach　the　formation　of
new　groups－even　for　business－warily　and　with　special　attention　to　interpersonal　relations
before　getting　on　with　the　task．　The　being－in．becoming　orientation　in　particular　means　that
many　extraneous－to　Americans－factors　must　be　considered　in　making　any　task　related
decisions．
Control　Values
　　　　This　Iatter　discussion　of　permanence　of　association　and　superordinate　goals　affecting　tasks
implies　differences　in　which　the　two　cultures　manage　the　accomplishment　of　a　task．　The
manner　iロwhich　the　Japanese　manage　the　control　function　necessary　to　the　accomplishment
of　most　tasks　may　also　give　rise　to　confiict　as　Bowers　discovered　in　his　study　of　the丘lming
of　Shogun．　Americans　manage　and　control　a　task　primarily　by　means　of　time．　Planning
is　future．oriented　and　complex　tasks　are　compartmentalized　and　scheduled　in　detail．　Indi．
vidual　and　team　areas　of　responsibility　may　be　designated，　but　if　members　are　incompetent
or　for　some　reaSon　unable　to　carry　out　a　task，　they　are　replaced　with　those　who　are．　In
general．　the　task　moves　forward　according　to　schedule．
　　　　The　Japanese　manage　and　control　a　task　by　means　of　people．　There　may　be　rough
deadlines，　but　the　emphasis　in　planning　is　on　determilling　objectives　and　procedures　for　a
且xed　team．　Scheduling　is　added　on　at　a　later　stage．　When　individuals　are　unable　to　perform
atask，　thell　that　task　may　be　transferred　to　another　meml〕er　of　the　group　or　several
members　will　compensate．　If　additional　time　is　required　all　will　simply　work　overtime　until
the　task　is　complete．　When　only　a　key　individual　has　the　necessary　skills　and　is　unable　to
perform．　The　task　may　temporarily　come　to　a　halt．　The　Japanese　do　use　time　as　a　control
but　not　as　rigidly　and　not　as　compartmentally　as　Americans．　Moreover，　the　basic　emphasis
is　on　pianning　around　recollciling　the　division　of　labor　and　processes　necessary　to　accomplish．
ment　of　the　task　by　the　group　to　which　it　has　been　assigned．
　　　　　　　　　　　　　　　　　　　　　　　　　　　］Mlechanics　for　Handling　Conflict
　　　　Steinhoff（1983）　in　speaking　of　Japanese　conflict　resolution　says，
　　　　　　　　　　　　　Regardless　of　the　source　or　scale　of　the　conflict，　the　experience　of　direct，
　　　　　　　　　　face．to，face　confrontation　between　individuais　is　regarded　as　extremely　unpleasant．
　　　　　　　　　　By　contrast，　expressing　direct　conflict　in　a　large　s61idary　group　is　less　traumatic
　　　　　　　　　　and　may　even　occasionally　be　a　satisfying　experience．　This　strong　aversion　to
　　　　　　　　　　direct　interpersonal　confrontation　implies　a　high　sensitivity　to　the　potentiεil　for
　　　　　　　　　　confiict　and　a　willingness　to　expend　considerable　energy　to　avert　unpleasant
　　　　　　　　　　incidents。　The　range　of　conflict－resolution　processes　used　in　Japan　may　be　under－
　　　　　　　　　　stood　in　terms　of　these　cultural　preferences。（p．351）
　　　　One　of　the　distinctive　features　of　the　current　era　of　cross．cultural　contacts三s　that　much
of　that　contact　occurs　at　the　interpersonal　level　as　individuals　and　small　groups　meet　to
conduct　business，　exchange　knowledge　or　simply　visit　another　culture．　In　fact，　this　may
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even　be　the　normal　form　of　cross．cultural　contact　among　the　industrialized　nations　of　the
so．called丘rst　world．　If　this　is　the　case，　then　Steinberg’s　observations　regarding　the　Japanese
sensitivity　to　and　aversion　of　direct，　interpersonal　conflict　have　a　number　of　important
implications　with　regard　to　traditionally　recommended　strategies　for　managing　conflict．
Tolerance　of　Conflict
　　　　First，　we　may　note　that　the　Japanese　may　have　a　greater　preference　for　tolerating　a
con伍ct　and　allowing　its　colltinuance　without　resolution　than　a　culture　such　as　that　of　the
USA　which　values　problem．solving　so　highly．　I　can　think　of　no　better　illustrations　of　this
concept　than　the　as　yet　unresolved　series　of　trade　frictions　between　Japan　and　the　US　and
Western　Europe．　Although　the　Japanese　are　often　accused　of　stalling　in　the　negotiations
seeking　to　resolve　these　matters，　it　may　be　more　of　a　case　of　combining　a　higher　toleration
of　continued　con伍ct　with　a　very　real　avoidance．avoidance　con且ict．　（In　the　latter　case
domestic　opposition　from　important　segments　of　the　society　versus　friction　with　allies　and
trading　Partners）．
　　　　The　Japanese　may　also　be　more　tolerant　of　leaving　the丘eld　as　a　measure　for　dealing
with　con伍ct　than　many　cultures．　A　personal　experienc6　that　may　be　insightful　for　many
American　colleagues　may　illustrate　this。　In　my　faculty　we　have　elections　for　dean　of　the
faculty　every　two　years．　Several　years　ago　the　election　was　held　just　before　the　summer
vacation．　There　were　two　candidates，　and　as　it　happened　the　vote　of　the　faculty　was　exactly
split　between　them．　Seventeen　ballots　were　held　with　the　same　result．　At　last，　the　candidate
of　the　faction　currently　out　of　power　asked　for　the　floor　and　volunteered　to　concede　his
candidacy．
　　　　In　the　American　culture　this　probably　would　have　resolved　the　deadlock，　but　in　this
case　instantly　the　entire　faculty　was　on　its　feet　rejecting　this　proposaL　I　was　personally
shocked　at　the　extent　of　my　own　acculturation　in　that　I　also　not　only　reacted　the　same
way，　but　was　certain　at　a　gut　level　of　its　rightness．　The　confl三ct　was　resolved　in　favor　of
leaving　the丘eld．　In　spite　of　serious　complications　for　ulliversity　administrative　procedures，
we　decided　to　postpone　the　election・until　the　fall　ter血．　When　the　next　ballot　was　held　in
the　fal1，　the　faction　out　of　power　had　proposed　a　new　candidate　and　the　candidate　of　the
faction　in　power　was　elected　on　a　single　ballot．
　　　　The　point　of　this　incident　is　that　we，　as　members　of　a　Japanese　group，　presume　our
associatioロto　be　perrnanent．　This　is　true　regardless　of　the　existence　of　factions　and
individuals　with　differing　and　in　some　cases　irreconcilable　views．　Asplit　of　the　nature
threatened　in　the　incident　above　might　well　result　in　the　group’s　ceasing　to　function　as　a
viable　entity，　and　that　was　one　point　on　which　all　members　were　in　agreement．　Regardless
of　personal　and　factional　interests　continuation　of　our　group，　composed　of　the　then　existing
membership，　and　of　our　associations　was　the　supreme，　superordinal　goal．　Under　such
circumstances　leaving　the丘eld　until　an　altemative　solution　became　available　was　certainly
preferable．　More　than　the　persistence　and　tenacity　of　supporters　for　their　factions，　the　real
lesson　for　me　in　this　incident　was　the　unanimity　of　the　entire　group　in　deciding　that　there
are　occasions　when　continuance　of　a　conflict　or　leaving　the　field　are　preferable　to　resolution
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of　a　conflict　by　balloting　or　force．　This　incident　had　a　particularly　dramatic　impact　on　me，
but　sixteen　years　of　working　in　Japanese　bus玉nesses　as　a　manager　and　participating　in
university　committees　as　a　committee　member　and　occasional　chairperson　have　demonstrated
to　me　that　tolerance・for　continued　conflict　is，　in　fact，　a　normal，　accepted　and　frequently
employed　means　of　managing　conflict．
　　　　　　　　　　　　　　　Differing　Strategies　for　Managing　and　Resolving　Conflict
　　　　When　the　Japanese　do　decide　to　try　to　resolve　a　conflict　the　methods　they　employ　may
differ　in　important　ways　from　those　employed　in　a　culture　such　as　that　of　the　USA，　If　the
parties　to　the　conflict　are　Japanese　and　Americans，　then　the　measures　they　seek　to　use　for
managing　or　reducing　the　conflict　may　in　turn　aggravate　that　very　confiict．　There　are　four
particular　mechanis皿s　that　may　be　used　quite　differently　in　the　two　cultures．　They　are
reestablishing　mutual　trust，　effective　persuasion，　bargaining　and　negotiation　and　leveling
（Burgoon　and　Ruffner　pp．501－502）．
Reestablishing　Mutual　Trust
　　　　The　Japanese　also　believe　that　reestablishing　mutual　trust　is　necessary　for　resolution　of
interpersonal　conflicts，　however　their　preferred　methods　are　quite　dif正erent　from　such
American　techniques　as　offering　compromise　and　self．disclosure．　In　the　latter　case，　the
Japanese　are　often　offended　and　embarrassed　by　self．disclosures　and　may　view　self。disclosure
as　a　child－like　attempt　of　the　disclosers　to　make　themselves　dependent　and　burden　the
listener　with　an　unwanted　obligation．　Likewise，　the　Japanese　may　view　a　compromise
o任ered　without　the　requisite　formal　apology　as　a　trick，　a　sign　of　weakness　or　an　admission
of　guilt，　Compromise　may　work　to　reduce　con丑ict　at　a　later　stage，　but，　in　general，　not
before　mutual　trust　has　already　been　reestablished．
　　　　The　Japanese　prefer　to　reestablish　mutual　trust　by　means　of　a　go．between．　The　go．
between　is　an　individual　with　strong　ties　to　l〕oth　parties　to　the　conflict　who　can　be
trusted　to　listen　faithfully　and　carefully　to　both　sides　alld　report　what　each　side　wishes　to
say　on　the　matter　to　the　other．　The　individual　may　also　advise　both　sides　as　to　the
timing　and　appropriate　content　of　steps　toward　compromise　and　eventual　resolution．
Most　hnportantly，　the　go－between　serves　as　a　guarantor　of　the　good　faith　of　both　sides　and
of　the　resolution　to　the　conflict．　The　go．between　is　not　a　professional　mediator　such　as　a
lawyer　or　counsellor，　nor　does　the　mediator．　serve　as　an　arbitrator．　A　go．between　is
required　neither　to　have　formal　training　in　resolving　conflicts　nor　even　knowledge　of　the
details　of　the　dispute．　A　go．between　has　no　powers　of　decision．making　or　enforcement．
The　go．between’s　sole　function　is　to　open　a　channel　of　communication　between　the　parties
to　the　connict　and　facilitate　that　How　when　able．　Because　of　the　go．between’s　non－
professional　and　rather　passive　role，　a　party　to　a　conHict　who　is　from　a　culture　such　as　that
of　the　USA　may　view　the　go．between　as　either　unnecessary　to　the　process　of　resolution　or
even　as　an　impediment．　Since　the　reestablishment　of　mutual　trust　is　of　prilhary　importance
in　the　resolution　of　confiict，　both　parties　mus七carefully　examine　their　communicative
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behavior　to　insure　that　it　will　be　perceived　and　interpreted　correctly．　Otherwise，　the　best
of　intentions　may　well　serve　to　aggravate　and　intensify　the　conflict　rather　than　lead　to　its
resolution．
Persuasion
　　　　Persuasion　has、not　been　and　is　not　highly　regarded　by　the　Japanese　as　a　form　of　con丑ict
resolut量on．　In　particuiar，　that　form　of　persuasion　in　which　the　source　relies　upon　the　logic
of　his　or　her　position　rather　than　stressing　identity　and　similarity　of　objectives　with　the
receiver　is　viewed　as　being　machiavelIian　or　even　one　step　short　of　force．　Japanese　rhetorical
tradition　prefers　a　process　of　awase　or　gradual　coalescing　of　views　with　sα∬hi　providing
an　opportunity　for　the　receiver　to　reach　the　conclusion　in　advance　of，　or　even　without，　the
source’s　explicit　statement　of　that　conclusion（Okabe，1983）．　It　is　perfectly　possible　for　the
Japanese　to　agree　with　the！ogic　of　another’s　position　without　accepting　it　or　agreeing　with
it．　Similarly，　Japanese　may　interpret　an　expression　like“I　understand”as　meaning　acceptance．
Awase　is　neither　compromise　llor‘‘log，rolling”it　is　a　process　of　creating　a　relationship　based
on　common　respect，　and　understanding　of　the　interpersonal，　emotional　and　rational　aspects
of　a　dispute．、4wase　is　actually　a　communication　process　by　which　all　parties　are　given
ample　opportunity　to　express　themselves　and　thus　rea缶rm　their　common　identi丘cation　with
superordinate　goals　which　may　or　may　not　be　directly　related　to　the　dispute　at　hand．
Bargaining　and　Negotiation
　　　　Bargaining　and　negotiation　are　also　acceptable　methods　for　resolving　con且ict　in　the
Japanese　culture，　but　once　again　the　details　of　the　procedure皿ay　vary　in　significant　ways
from　those　utillzed　in　the　United　States．　In　institutionalized　bargaining，　for　example，　the
weaker　party　in　the　process　will　often　engage　in　a　ritualized　show　of　strength　and　solidarity
before　commencing　negotiations，　The　annual　spring　labor　o任ensive　in　which　strikes　of　an
hour’s　dサration　are　announced　mo且ths　in　advance　and　which　may　still　be　carried　out　even
when　the　negotiators　are　fairly　close　to　agreement　are　examples　of　this．　Rituals　surrounding
bargaining　ar6　also　co卑mon　in　the　culture　of　the　USA，　but　the　symbolism　of　Japanese
rituals　in　such　cases　has　a　much　stronger　interpersonal　and　emotional　l）asis．　・4wase　and
sα∬hi　are　importaロt　aspects　of　Japanese　bargaining　and　negotiation．　Gestures　which
indicate　an　understanding　of　the　human　issues　involved　or　a　willingness　to　attempt　concili－
ation　are　positively　evaluated　while　rigidity　on　minor　issues　especially　if　they　are　related　to
humap　factors　can　impair　the　resolution　of　more　substantive　points　of　disagreement・
Emotional　release　by‘‘counting　coup”（ritualized　release　of　aggression）as　demonstrated，　for
example，　by　a　lunch　hour　strike　may　be　an　important　turning　point　in　Japanese－style　bargaining．
Leveling　　　　　　　　　　　　　　　　　　　　　　’
　　　　Leveling，　in　particular，　may　cause　problems　for　American　participants　in　a　encounter
characterized　by　confllict．　Leveling　is　generally　used　in　the　culture　of　the　USA　to　reestablish
trust．　Japanese，　however，　may　view　it　as　an　attempt　to　saddle　the　object　of　the　leveling
with　unwanted　social　and　personal　obligations．　Leveling　is　a　mark　of　the　mature　individual
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in　the　U．　S．，　but　to　the　Japanese，　the　leveier　appears　childish　because　he　or　she　is　unable　to
ascertain　or　influence　the　interpersonal　factors　in　the　encounter　except　by　being　expilict．
The　Japanese　evaluate　subtlety　and　innuendo　very　highly　as　is　indicated　by　the　reserve
with　which　very　emotional　scenes　are　portrayed　in　Japanese　novels　and　motion　pictures。
The　adult，　re丘ned　and　educated　Japanese　is　reserved　and　capable　of　expressing　profound　and
deep　ideas　and　emotions　with　great　subtlety　by　minimum　modes　of　overt　communicative
behavior．　Perhaps，　in　cross・cultural　and　intercultural　encounters　communication　will　of
necessity　be　explicit　and　overt．　The　point　is　that　such　explicitness　cannot　always　be
positively　valued．　Leveling　may，　however，　be　used　outside　of　formal　and　semi．formal　conflict
settings　such　as　at　a　drinking　party．　Even　here，　however，　it　must　be　spontaneous　and
not　perceived　as　an　overt　attempt　to　in伽ence　or　create　obligations　for　the　receiver．
　　　　The　fact　that　these　commonly　used　and　referred　to　strategies　may　be　perceived　and
valued　di任erently　in　the　cultures　of　the　USA　and　Japan　does　not，　of　course，　mean　that　they
cannot　be　used．　Nor　does　it　mean　one　side　must　attempt　to　utilize　the　culturally　preferred
strategies，　values　and　interpretations　of　the　other．　Nor　does　it　mean　that　meaningful
management　or　resolution　of　a　con登ict　is　impossible．　What　it　does　mean　is　that　both　sides
to　such　a　conflic‡must　understand　that　their‘‘good　intentions”and‘‘reliable”　methods　for
managing　and　resolving　conHict　are　far　from　being　natural，　logical　or　universaL　They　are，
rather，　the　products　of　specific　cultures．　Each　side　should　be　aware　of　the　purpose　of　their
communicative　behavior　and　attempt　as　much　as　possible　to　ascertain　the　manner　in　which
that　behavior　will　be　perceived，　interpreted，　evaluated　and　responded　to　by　the　other　side．
Only　on　that　basis　can　both　sides　then　negotiate　and　establish　contextual　rules　for　the
mutual　management　and　resohtion　of　the　con且icts　that　will　inherently　arise　in　cross．cultural
encounters．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　Conclusion
　　　　Conflict　in　cross・cultural　settings　is　complicated　by　differing　values　which　affect　both
the　communication　process　itself　and　the　managemet　and　resolqtion　of　conHict．　The　Japa・
nese　culture　holds　values　toward　the　self，　social　relations，　human　nature　and　the　accomplish－
ment　of　tasks　that　may　often　give　rise　to　conHict　when　dealing　with　members　of　a　culture
such　as　that　of　the　United　States．　Moreover，　the　Japanese　have　a　great　sensitivity　to　the
potential　for　conflict　in　interpersonal　settings　and　a　preference　for　managing　con伍ct　indirectly
by　tolerance　and　leaving　the丘eld　in　many　cases．　They　also　valUe　the　use　of　mediators　in
resolv玉ng　con且icts　when　they　choose　to　deal　with　the　conHict　directly　and　may　react　negatively
to　such　American　strategies　for　managing　con且ict　as　self．disclosure　and　leveling．　Other
strategies　for　managing　conflict　in　the　Japanese　culture　such　as　bargaining，　negotiating　and
persuading　are　conceptualized　and　manifested三n　ways　that　differ　signi丘calltly　from　those
concepts　with　similar　labels　in　the　USA．
　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　　Notes
　　　1．Their　levels　are　intrapersonal，　interpersonal，　intragroup，　intergroup，　and　institutionaL　I　would
extend　the　paradigm　to　include　intracultural，　cross．cultural　and　intercultural　as　welL　For　me
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intercultural　and　cross・cultural　is　a　continuum　where　communication　behavior　in　the　latter　is　dominated
by　the　cultural　norms　of　the　parties　to　the　encounter　and　where　the　communication　in　the　former
is　characterized　by　the　formation　of　communicative　norms　not　typical　of　the　cultures　of　orientation
of　the　parties　to　the　encounter．
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